ABSTRACT
INTRODUCTION
he purpose of this paper is to present the importance of incorporating the element of continuous development in the formulation of global strategies. The author of this work views management as the task of planning, organizing, staffing, directing, and controlling organizational activities in order to accomplish organizational goals. Another definition of management indicates that it is the process of working with people and resources to accomplish organizational goals (Bateman & Snell, 2012) . overall competitive theme that an organization chooses to stress and the way it positions itself in the marketplace to gain a competitive advantage and the different positioning strategies that can be used in different industry settings (Hill & Jones, 2012 ). The second is the corporate level strategy which indicates the desired results or targets that strategy managers have established. Each "functional area and each business unit should also have goals that are being pursued. The corporate objectives need to be broader, more comprehensive, and more long run than those in other levels" (Coulter, 2002, p. 280) . The center of continuous development takes place in this level and the benefits are also being received by the business level.
GLOBAL STRATEGIC FORMULATION
In the global strategic formulation process, the strategists of the organization have to focus their attention on both the external and internal environment of the firm. In the external environment, the elements to be analyzed and examined are the society environment and its general forces and the task environment which includes the industry analysis, whereas in the internal environment, analysis and evaluation must take place on the organizational design, principles of organization, culture, and the human element (Hunger & Wheelen, 2010 ).
In the formulation of global strategies, it is imperative to consider the region-Latin America, the European Union, or the Middle East-in which the organization operates because "since globalization has started, strategy at the regional level is more important than ever" (Ghemawat, 2007, p. 140 ).
The analysis and evaluation of the internal and external environment is better known as a SWOT Analysis which focuses on the strengths and weakness of the internal environment and on the opportunities and threats of the external one. The strategists responsible for continuous development carefully analyze the results of the SWOT Analysis and, based on such results, formulate a continuous developmental process which eliminates the weakness found and begins the development of human and non-human elements in the functional units and in the organizational structure and the principles of organization that are imbedded in such structure (Theodore, 2003) .
The author of this work believes that continuous development must concentrate on the development of leadership of the organization, the management, employees, performance appraisal of the human element, the organizational structure, communications, and on policies and procedures because these elements are fundamental in the corporate strategy of the firm. The continuous developmental process is concentrated within the internal environment of the organization.
THE IMPORTANACE OF CONTINUOUS DEVELOPMENT
Continuous development is within the concept of organizational development which is a "planned change effort that involves all the parts of the organization. It is initiated and managed from the top hierarchy of the system and is designed to increase organizational effectiveness" (Schein, 1985, p. 16 ).
The ultimate goal of organizational development "is to make the organization more open and adaptive through increases in capability and potential in order for it to continue making such planned change efforts on an action-orientation basis" (French & Bell, 1978, p. 21) . This developmental process is based on Kurt Lewin's theory of unfreezing from the status quo, making the change, and refreezing in order to maintain the attained change (Lewin, 1947, pp. 5-11) . This three-step process continues without interruption in order for the organization to be subjected to continuous organizational development.
The leaders of global organizations -because of the complexity and diversity of both the internal and external environment -must be transformational leaders who create a metamorphosis among their followers in accepting the mission, goals, and objectives of the organization; in looking at the interest of the entire organization rather than their individual interests; and in precipitating organizational development through a continuous developmental process (Theodore, 2013) . The global leader is willing to challenge the status quo while trusting and empowering people (Bantu-Gomez, 2011).
Continuous development interventions in this area aim at the needs of the leaders and the epicenter of the interventions is to analyze, evaluate, and develop important leadership elements, such as values, mental ability, perceptions, and interpersonal skills.
Continuous Management Development provides the dexterity that global leaders need in dealing with the human and non-human elements to perform their jobs effectively and efficiently in global internal and external environments characterized by complexity and diversity.
Management development is dedicated to enhancing leadership and expanding and improving more general management skills (Mehmood & Arif, 2011) . Managing a "broad geographic scope of operations with complex integration needs is a difficult management challenge" (Tallman, 2009, p. 37) . Such managers have distinct divergent backgrounds that reflect the culture of his or her country.
Global managers must recognize opportunities and threats in their organization's external environment. One of the aims of the developmental process is to make the organization a learning one where people continually expand their capacities to create the results they truly desire, environments where new and expansive patterns of thinking are nurtured, entities designed to set free collective aspirations, and where people are continually learning to see the whole together (Senge, 1990 ).
Global organizations can operate effectively and efficiently in the global environment only if they are learning organizations which have an organic infrastructure and essence conducive to continuous adaptability to the ever-changing complex and divergent external environment. Developmental learning needs to take place in both the functional areas of the managers and in increasing their educational standards in world affairs that affect the operation of their organization. This type of learning enhances the knowledge of the human factor to better understand the external environment of the organization and how such an organization is functioning within the micro and macro external environment on a global basis (Theodore, 2012) . Behind appropriate policies, strategies, and structures are the effective learning processes whose creation is a key design responsibility in learning organizations (Segal-Horn, 2002).
The developmental interventions in this area are directed at the three important skills managers must haveconceptual, human relations, and technical. The intervention pivots around the analysis and evaluation of the developmental necessities managers have; the analysis and evaluation of developmental training dealing with the elements of management; and the analysis and evaluation of the needs of the managers. culture of their countries and operate in environments that reflect complexity and diversity. The development each employee receives leads to creating stability and confidence that he or she can contribute to the development of the organization itself (Winden, Gudergan, & Lings, 2010).
One of the most common approaches to personnel performance evaluation is the periodic appraisal of work performance and how they differ, although the objective is similar from country to country. Employee development is highly supported by the leaders of the organizations who build on their own strengths but also help their employees to do the same (Ulrich & Ulrich, 2010).
In the area of employee development that entails change, one frequently detects that there is resistance against change by the employees because of many reasons, the most important of which is fear of the unknown. Change, whether in structure, process or procedure, always involves and impacts the human dimensions of organizations (Ketchen, Eisner, Dess & Lumpin, 2009). However, if the strategists who are conducting the developmental process use good coaching and appropriate development programs, most employees will adapt to change and be participants in the developmental process of the organization (Porth, 2003) .
Development and training, psychological support, and participation all increase the likelihood that employees will understand and feel comfortable with organizational changes (Bolman & Deal, 2008) . The success of the non-managerial personnel depends on the strategists responsible for the development process who, in this case, need to construct programs conducive to the development of the human factor. This is conducive to acquiring and developing global knowledge that depicts the human factor in organizations with superior capability to access, and mobilize and leverage untapped pockets of knowledge scattered around the world ( The development interventions in this area pivot around the analysis, evaluation, and satisfaction of human needs, as well as those areas where the employees are performing in their respective functional units. Furthermore, the developmental interventions create job enrichment for the employees, which is conducive to a more meaningful and rewarding job by providing challenging tasks on a short-and long-term basis.
Continuous Evaluation of the Human Element
The human element includes both the executive, managerial, and non-managerial classifications of employees in global organizations that are surrounded by micro and macro environmental complexity and diversity. Performance appraisals refer to the systematic description and review of an individual's job performance in order to improve the overall performance of the organization (Bowin & Harvey, 2001 ). Job satisfaction is an integral part of good organization performance and it is precipitated by incentives, quality of the work environment, the challenging nature of the work, and the satisfaction of the employee's needs (Nadim & Khan, 2013).
The performance evaluators of the human element in a global environment must consider the complexity of such an environment and the diversity of the employees and managers. The strategic evaluators need to have established performance targets, standards, tolerance limits for the objectives, strategy, and implementation plans (Bohlander & Snell, 2013) . They measure the actual performance in relation to the targets given at a time, as well as analyzing deviations and executive modifications, if necessary (London & Hart, 2011) .
The development interventions in this area focus upon enhancing the ability of the human factor to perform assigned tasks. Evaluators; evaluation tools, methods, and procedures; and legal, social, and ethical elements are included in the evaluation process.
Continuous Development of Organizational Structure
Organizational structures denote the relationships among elements and the principles of organization. The recent interest in developing organizational structures is a result of new organizational challenges such as flexibility, resilience, customer focus, social responsibility, and environmental respect (Gulati, Puranam, & Tushman, 2012) .
The formulation and development of policies takes under consideration the ever-changing demands of the internal and external environment in which the organization operates and must be flexible in order to react correctly to internal and external organizational changes. Human resources policies guide the human factor and non-human resources policies are pertinent to organizational elements, such as production or distribution (Noe, Hollenbeck, Gerhart, & Wright, 2010).
The goal of the development interventions in this area aims at the analysis and evaluation of existing organizational policies and procedures in order to create and develop non-human resources policies conducive to better operation and control of the organization and also create and develop human resources policies conducive to a Theory Y organizational environment.
CONCLUSIONS
The purpose of this article was to present the importance of incorporating the element of continuous development in the formulation of global strategies.
Global organizational strategies have two important levels. The first is the business-level that encompasses the overall competitive theme that an organization chooses to stress and the way it positions itself in the marketplace to gain a competitive advantage, as well as the different positioning strategies that can be used in different industry settings. The second is the corporate level strategy which indicates the desired results or targets that strategy managers have established.
In the global strategic formulation process, the strategists have to focus their attention on both the external and internal environments of the firm. Continuous development is within the concept of organizational development which is a planned change effort that involves all parts of the organization. It is initiated and managed from the top hierarchy of the system and is designed to increase organizational effectiveness.
The author of this work believes that continuous development must concentrate on the development of the organizational structure, policies and procedures, performance appraisals, the management, the employees, communications, and on the leadership of the organization because these elements are fundamental in the corporate strategy of the organization. The continuous developmental process is concentrated within the internal environment of the organization. 
